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Transport Officers and Traffic Engineers are the two
major professional grades in the Transport Department. The
majority of the staff are university or polytechnic
graduates and are members of professional institutes. Many
of them even have a second degree or are in the course of
pursuing one.
The Transport officers are responsible for matters
concerning transport operation management, transport
planning, transport studies, and tunnel administration, etc.
The Traffic Engineers, on the other hand, deal with matters
concerning traffic engineering, road safety and standards,
traffic control and surveillance, and traffic and transport
surveys, etc.
The purpose of this study is to investigate the
significance of the factors contributing to 'job satisfaction
among the Transport Officers and the Traffic Engineers. A
questionnaire survey was conducted in January 1988 to
collect the relevant information. Data obtained were
analysed by microcomputer using the SPSS/PC, a statistical
sof tw:lare, for the IBM PC.
The survey results indicate that both the Transport
Officers and the Traffic Engineers are only marginally
3
satisfied with their jobs. The relatively low levels of
overall job satisfaction may be due to heavy workload and
poor organization policy and administration of the
department. On the other hand, employees of both grades are
most satisfied with their working relations with their co-
workers. It is concluded that organization context and
workload determine the level of job satisfaction of the two
professional grades in question significantly.
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Organization of Transport Department
The Transport Department is one of the most
important departments in the Hong Kong Government because
its proper functioning directly affects the daily lives of
the general public. It is responsible for carrying out
policies and for specified duties in the regulation of Hong
Kong's internal transport system. It regulates and controls
all public transport services such as franchised buses,
green minibuses, trams, and ferries, etc. except the Mass
Transit Railway and the Kowloon-Canton Railway. It is also
responsible for road traffic management as well as the
management of government road tunnels and car parks.
The Department is composed of two Headquarters
Branches and three Regional Branches. The Headquarters
Branches concern mainly with the general administration,
staff training, issue of vehicle and driving licenses,
vehicle examination, tunnel administration, public transport
planning and study, traffic control and surveillance, and
the formulation of road safety standards, etc. The regional
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Branches are each divided into two divisions, namely the
Transport Operations Division and the Traffic Engineering
Division. The formers deal with the overall regulation of
all public transport services in the Regions whereas the
latters are responsible for the management of traffic on the
existing road networks throughout the territory and
geometric design for highway projects. In addition, they
coordinate to provide public transport operation and traffic
engineering inputs for town planning and land development
proposals. An organization chart showing details of the
duties of the various Branches and Divisions is at Appendix
I1.
The Transport Officers and the Traffic Engineers are
two major professional grades in the Department. According
to the 1986 Hong Kon Annual Departmental Report by the
Commissioner for Transport, there were posts established for
63 Transport Officers and 76 Traffic Engineers in the
Department as at December 31, 19862. The majority of the
Transport Officers work in the Transport Operations
Divisions while the Traffic Engineers in the Traffic
Engineering Divisions. The rest of them are deployed to the
various divisions in the Headquarters Branches'.
The Transport Officer grade is a semiprofessional
grade in the Government in the sense that its duties involve
both technical and administrative aspects. Most of the
officers in the grade are either degree holders or graduates
from the Hong Kong Polytechnic. Many of them even have a
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second degree or are in the course of pursuing one. As a
requirement for promotion to the Senior Transport Officer
rank, the officer must have acquired full membership of the
Chartered Institute of Transport. The duties of the grade
includes transport operation management, transport planning,
transport studies, and tunnel administration, etc.
The Traffic Engineer grade is a professional grade in
the Government in the sense that its duties are largely
technical in nature. All the engineers are either
university or polytechnic graduates and must be members of
the Chartered Institute of Civil Engineers or the Hong Kong
Institute of Engineers. The duties of the grade concern
traffic engineering matters, road safety and standards,
traffic control and surveillance, and traffic and transport
surveys, etc.
In view of the high qualification of the officers in
the two grades and the professional natures of their duties,
it is interesting to know how they feel about their work.
In fact, an understanding of the factors that motivate these
employees is crucial to the management. The information will
be vital in initiating structural reform to the
organization, enhancing working morale among divisions
thereby increasing productivity, and lowering the turnover
rate of professional staff in the department.
Although there were studies in the past on job
satisfaction of the engineers working in the Government,
little was known about that of other professional grade, let
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alone comparison between different disciplines4. It is for
this reason that the present study is undertaken. Further,
it is also hoped that the results of the study will shed
light on the general attitudes of university graduates
working in the Government towards their jobs.
Objectives and Scope of the Study
The purpose of this study is to investigate the
significance of the factors in contributing to job
satisfaction among the Transport Officers and the Traffic
Engineers. The relationships between these significant
factors and the demographic variables such as age, tenure,
sex and marital status, etc. are also examined.
The present study attempts to achieve the following
objectives:
i) To determine the general level of job
satisfaction and its determinants of the Transport
Officers and the Traffic Engineers working in the
Transport Department of the Hong Kong Government.
ii) To determine whether there are any
differences in job satisfaction between the
professionals of the two disciplines.
iii) To determine the relationships, if any,
between the various demographic variables and job
satisfaction of the subjects under study.
According to the 1986 Hong Kong Annual Departmental
Report by the Commissioner for Transport, the establishment
position as at December 31, 1986 is as follows:
Transport Officer Grade Number of Posts
Principal Transport Officer 1
Chief Transport Officer 7
Senior Transport Officer 22
Transport Officer I 17
Transport Officer II 16 63
Traffic Engineer Grade Number of Posts
Chief Engineer 6
Senior Engineer 17
Engineer Assistant Engineer 53 'J
The scope of this study confines to the Senior
Transport Officers, Transport Officer I's, and Transport
Officer I I' s of the Transport officer grade, and the Senior
Engineers, Engineers, and Assistant Engineers of the Traffic
Engineer grade. The sizes of the two samples are therefore
55 (87.3% of population) and 70 (92.1% of population)
respectively. There are two reasons for not including the
Principal Transport Officer, Chief Transport Officers, and
Chief Engineers in the study. Firstly, they are small in
number and the exclusion of them does not significantly
affect the sample sizes. Secondly, these high rank officers
are involved mainly in policy making and administrative




The importance of job satisfaction is unquestionable.
Up to 1976, an estimated total of 3,350 articles or
dissertations have been published on the subject5. A large
number of studies have been done in the past to assess the
impact of job satisfaction on employee productivity,
absenteeism, and turnover. The results all reveal that the
former is to a varying degree, related to the latter6. As
such, an understanding of the level of job satisfaction of
the employees in an organization is very important even from
a purely economic standpoint. For the management, it is
believed that a satisfied work force translates into high
productivity due to fewer disruptions caused by absenteeism
or quitting of good employees. Further, it is opined that
satisfaction on the job carries over to the employee's life
outside the working hours. Satisfied employees contribute
towards being satisfied citizens. These people will hold a
more positive attitude towards life in general and make for
a society of more psychologically healthy people7.
What is job satisfaction? According to Robbins, job
satisfaction refers to an individual's g.eneral attitude
towards his or her job. A person with high level of job
satisfaction holds positive attitudes towards the job, while
7a person who is dissatisfied with his or her job holds the
contrary8.
What determines job satisfaction? There are three
schools of thought which determined the directions of the
studies on the subject conducted in the past:
i) The Physical-Economic School emphasized the
role of physical arrangement of the work, physical
working conditions, and pay. The major proponents
were Taylor and most American' researchers of the
1920's.
ii) The Social (or Human Relations) School
beginning in the 1930's emphasized the role of good
supervision, cohesive work groups, and friendly
employee-management relations. Its major proponents
were the Hawthorne investigators and more recent
industrial sociologists.
iii) The contemporary Work Itself For Growth
School emphasized the attainment of satisfaction
through growth in skill, efficacy and responsibility
made possible by mentally challenging work. A number
of theories ((Yenerally called content theories) were
developed which interpreted Job satisfaction in terms
of the degree to which an individual's various needs
were satisfied. The major contributors to the
content theories included Maslow (1943), Herzberg
9(1959), and Locke (1976).
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Hierarchy of Needs Theory
According to Maslow, there are five levels of needs
to human beings: physiological, safety, love, esteem, and
self-actualization. As each of these needs becomes
substantially satisfied, the next need becomes dominant.
Maslow claims that only when a lower level of prepotent need
is satisfied will the next higher level be desired. His
theory has received wide recognition for its intuitive
appeal and ease of understanding. However, it is too
general to apply and lacks empirical substantiationla.
Motivation-Hygiene Theory
Herzberg interprets job satisfaction in terms of
motivators e.g. achievement, recognition, responsibility,
and growth, etc. and hygiene factors e.g. company policy and
administration, supervision, work conditions, and salary,
etc. He says that the opposite of satisfaction is not
dissatisfaction. The presence of motivators will bring
satisfaction but the lack of them will not lead to
dissatisfaction. Similarly, the absence of hygiene factors
will cause dissatisfaction but their provision, no matter
flow plentiful, will not result in satisfaction. Despite
there are criticisms on Hersberg's theory regarding its
assumption and methodology, it has been widely read and
adopted as basis for many studies on the subjectil 11.
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Job Event-Agent Theory
Locke opines that job satisfaction results from the
appraisal of one's job as attaining or allowing the
attainment of one's important job values, providing that
these values are congruent with or help to fulfil one's
basic needs. These needs are of two separable but
interdependent types: bodily or physical needs and
psychological needs, especially the need for growth. Growth
is made possible mainly by the nature of the work itself.
He classifies typical job dimensions as work, pay,
promotion, reco,nition, benefits, working conditions,
supervision, co-worker, company and management. The first
six items are Job events which cause an employee to feel
satisfied or dissatisfied. The last three items are
agents which cause the events to come about. Basically,
his theory follows the line of thinking of his
predecessors12
In contrast to the content theories, there is another
contemporary school of thought with theories grouped under
the heading of process theories. These theories stress that
job satisfaction is not only determined by the nature of the
Job but also the discrepancy between what the job offers and
the expectations of the employee subject to individual needs
and values. Proponents of the theories consider that job
satisfaction is determined by the degree to which the
perceived lob situation is congruent with the individual
10
va.iue system. Among the champions are Vroom (1964) with his
expectancy model, and Porter and Lawler (1968) who extended
Vroom's model by incorporating performance as a cause of job
13
satisfaction
In summary, the two classes of theories, namely the
content and the process theories, conclude that job
satisfaction involves the matching of individual needs,
values, and expectations with the various job facets. It is
generally agreed that in the analysis of job behavior, no
single theory accounts for all phenomena. Nevertheless, the
large amount of studies conducted in the past do indicate
that factors like mentally challenging work, equitable
rewards, supportive working conditions, and supportive
colleagues, etc. are, to a large extent, conducive to job
satisfaction. Their relations are analyzed below.
Factors Determining Level of Job Satisfaction
Mentally Challenging work
Mentally challenging work gives job satisfaction.
According to Robbins, people tend to prefer jobs that give
them opportunities to use their skills and abilities and
offer a variety of tasks, freedom, and feedback on how well
they are doing. Jobs that have too little challenge create
boredom. But too much challenge creates frustration and
feelings of failure. Under conditions of moderate
11
challenge, most employees will experience pleasure and
satisfaction14. In addition, jobs that provide strong task
identity are satisfying and meaningfully.
Equitable Rewards
Fair and unambiguous pay systems and promotion
policies are important elements of job satisfaction. Both
the discrepancy and the equity theories conclude that when
pay is seen as fair and in line with the expectation of the
individual, satisfaction is likely to result16.
Consequently, pay is always used to compensate for the
boredom of an uninteresting job or the discomfort resulting
from working at irregular hours. Pay may also serve as a
form of achievement, a symbol of status, and a source of
recognition.
Promotion is another important factor of job
satisfaction. It implies a gain in monetary reward, an
enlargement of span of control, and an increase in
recognition. Promotions provide opportunities for personal
growth, more responsibilities, and enhanced social status.
Although individuals with different personalities and life
philosophies are different in their views about promotion,
they are likely to experience satisfaction from their jobs




People are concerned with their work environment for
both personal comfort and facilitating the
accomplishment of their duties. Studies demonstrate that
employees prefer physical surroundings that are not
dangerous or uncomfortable18. They prefer to work in an
environment with a moderate temperature, an appropriate
level of humidity, illumination and ventilation, etc. In
addition, most employees prefer working relatively close to
home, in clean and modern facilities, and with adequate
tools and equipment.
Supportive Colleagues
Generally speaking, people demand more from their
work than mere money or tangible achievements. For most
people, work also fills their needs for social interaction.
According to a study by Srivastra et al, relationship with
co-workers and job satisfaction is positively correlated19.
Having friendly and supportive colleagues therefore leads to
increased job satisfaction. The behavior of one's boss is
also a major determinant of satisfaction. Studies generally
find that employee satisfaction is increased when the
immediate supervisor is understanding and friendly, offers
praise for good performance, listens to the employee's
opinions, and shows a personal interest in his or her
employees 20
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Demographic Characteristics and Job Satisfaction
Apart from the foregoing, a number of demographic
factors are also related to job satisfaction. They include
the following:
i) Age
Many studies* have shown that job satisfaction
varies directly with age. In general, older workers
are less likely to resign and tend to be more
satisfied with their jobs. One possible explanation
of the positive correlation is that as an individual
grows older, the extrinsic rewards of his work such
as income, prestige, authority, and autonomy, etc.
increase accordingly which subsequently lead to
higher job satisfaction.
ii) Tenure
According to March and Simon, the longer the
length of service, the more the specialization which
limits extraorganizational alternatives perceived21.
With increasing seniority, a person becomes more
satisfied with his pay and opportunity to use his
skills and abilities. One possible explanation for
the increased job satisfaction is that the longer an
individual stays with his job, the more he knows what
to expect and the better his equilibrium adjustment
can be made. In addition, employees with longer
service generally have better attendance records and
14
are usually less likely to quit.
iii) Sex
Studies in the 1960's have found that femalE
workers tended to have lower satisfaction level thar
their male counterparts22. It was also revealed that
women demonstrated poor attendance records than men.
Obviously, these findings tend to reflect the
historical role of woman in a male-dominated culture.
As the status of woman has much been raised and more
and more women work and pursue long-term careers in
orcanizations, it is believed that the discrepancy in
job satisfaction due to sex difference will gradually
disappear.
iv) Marital Status
Research done by Carroll revealed that in
general married workers had higher satisfaction level
in their jobs than single people, and that workers
with more children were significantly more satisfied
than those with fewer23. The evidence indicates
that married employees show greater stability and
higher satisfaction than do their single
counterparts. The more settled employees tend to be,
the more satisfied they are with their jobs. Such a
relationship between marital status and job
satisfaction may be related to the responsibility of
an individual towards his family. While a single
young person is ambitious and risk taking, a bread--
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winner of a family will naturally be concerned with
stable income and job security. Consequently, a
married person will be more likely to stay with his
job and adjust himself to the environment. The
investment one has already made in the status quo
also accounts for the increased stability. The more
a person has invested in the organization, the less
likely he will quit.
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A questionnaire survey was employed in this
study. The questionnaire, together with a covering
letter, consisted of three parts (see Appendix IN.
To facilitate the design of a valid questionnaire,
six pilot interviews, three with the Transport Officers
and three with the Traffic Engineers, were conducted to
identify the appropriate independent variables of job
satisfaction to be, included in the survey. The
questionnaire was then prepared on the basis of the
information provided by the interviewees and the findings
of previous studies on the subject
The first part of the questionnaire consisted of
twenty two scales measuring the degrees of satisfaction
of the respondent in various aspects of his job. The













xii) Competence of supervisor
xiii) Performance evaluation
xiv) Interpersonal relation with supervisor
xv) Interpersonal relation with co-workers






xxii) Overall job satisfaction
A 5-point Likert scale was used to measure the
intensity of feeling towards the variables. Respondents
were requested to indicate their perceived degree of
satisfaction with each variable by choosing among the
five intervals: Dissatisfied, Slightly dissatisfied,
Slightly satisfied, Satisfied, and Very satisfied.
The second part of the questionnaire consisted of
four questions measuring the level of aroused
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motivation on the job of the respondent from a
standpoint of devotion. The questions were designed by
Patchen in his Some Questionnaire Measures Of Employee
Motivation And Morale in 19652. The Job Motivation
Indice were also measured on a 5-point Likert scale.
The third part of the questionnaire recorded the
general demographic data of the respondent including sex,
age, marital status, number of children, education
level, rank, and length of service, etc.
Survey Sub sects
Transport Officers and Traffic Engineers from
eleven divisions of the department were invited to
participate in the study. The Transport Officers
came from the three Regional Transport Operations Divisions,
the Road Safety and Standards Division, and the Tunnel
Administration Division. The Traffic Engineers came from
the three Regional Traffic Engineering Divisions, the
Traffic Control and Surveillance Division, the Road Safety
and Standards Division, and the Traffic and Transport
Survey Division-'.
As stated in the Objectives and Scope of the
Study in Chapter I, the survey subjects included all
the Senior Transport Officers, Transport Officer I's,
and Transport Officer II's of the Transport Officer
grade, and the Senior Engineers, Engineers, and Assistant
21
Engineers of the 'Traffic Engineer grade. The sizes of the
two samples were therefore 55 and 70, representing
87.3/o and 92.1% of the populations respectively.
Administration of Questionnaire
The questionnaire, together with a covering
letter to explain the purpose of the study, was sent
to the subjects through the inter-office despatch system
in January 1988. Respondents were requested to return
their completed questionnaires within ten days again
through the inter-office despatch system.
Data Analysis
Data collected from the returned questionnaires were
analyzed by microcomputer, using the SSPS/PC for the
I!31 PC, to obtain the following results:
i) Frequency distribution of demographic
characteristics of the respondents.
ii) Mean and standard deviation of the
various scales of job satisfaction.
iii) Correlation analysis to determine
a) the degrees of correlation between
Overall job satisfaction and the
other variables,
b) the degrees of correlation between
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"Overall job satisfaction and the
demographic variables,
c) the degree of correlation between
Overall job satisfaction and Job
motivation.
d) the degrees of correlation between
Job motivation it and the other
variables, and
e) the degrees of correlation between
Job motivation and the demographic
variables.
iv) .%1ultiple regression analysis to identify
a) the factors contributing most to the
dependent variable it Overall job
satisfaction, and
b) the major demographic variables
affecting Overall job satisfaction.
v) T-test to determine wheter there is any
significant difference between the mean overall
job satisfaction levels of the Transport Officer
and the Traffic Engineer grades.
vi) Factor analysis to find out the underlying
patterns of job satisfaction of the
Transport Officer and the Traffic Engineer
grades respectively for comparison.
The SPSS/PC command programme for the above
analysis is shown at Appendix III.
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As described in Chapter II, a total of 125
questionnaires were distributed to the survey subjects. 57
completed questionnaires were returned of which 29 from
the Transport Officers and 28 from the Traffic Engineers.
The response rates were 52.7% and 40.0% respectively. All
the returned questionnaires were usable and the data
collected were analyzed in stages:
i) analysis 'on responses from the Transport
Officer grade,
ii) analysis on responses from the Traffic
Engineer grade, and
iii) analysis on responses from both grades
for comparison.
For the Transport Officers, Table 1 to 6 give the
origins of the respondents (i.e. the divisions they worked
in), frequency distribution of their demographic
characteristics, and a breakdown of the respondents by rank
and other demographic variables including sex, age,
education level, and length of service. Table 7 to 12 give





Region Division Number % of Total
Hong Kong Transport Operations 5 17.24
KnwJ1 nnn Transport Operations 8 27.59
New Transport Operations 10 34.48
Territories










FREQUENCY DISTRIBUTION OF DEMOGRAPHIC
CHARACTERISTICS OF RESPONDENTS
% of Standard





2. Age 3.345 1.143




7 24.140 or above
100.029

























Number Total Mean Deviation
7. Working Experience 3.862 1.302
2 6.92 years
3 10.42- 4 years
5 17.25- 7 years
6 20.78- 10 years
13 44.810 years
2 10O.0
8. Length of Service 2.690 1.168
6 20.72 years
17.252- 4 years
12 41.45- 7 years







RESPONDENTS BY SEX AND RANK
Rank
Sex Senior TO TO I TO II Row Total% of Total
Male 8 3 12 23 79.3
Female 4 1 1 6 20.7
12 4Column Total 13 29
44.941.4% of Total 13.8 100.0
TABLE 4
TRANSPORT OFFICER GRADE
RESPONDENTS BY AGE AND RANK
Rank
Senior TO TO I TO II Row Total % of TotalAge










RESPONDENTS BY EDUCATION LEVEL AND RANK
Rank
Education Senior TO TO I TO II Row Total % of Total
Polytechnic 2 1 1 4 13.8
University 4 1 105 34.5
Master 5 2 147 48.3
1Others 1 00 3.4
Column Total 12 4 13 29
41.4 13.8 44.8% of Total 100.0
TABLE 6
TRANSPORT OFFICER GRADE
RESPONDENTS BY LENGTH OF SERVICE AND RANK
Rank
Length of
Senior TO TO I TO II Row Total% of TotalService
6 20.76002 years
17.255002- 4 years
12 41.42465- 7 years








Region Division Number of Total
Hong Kong Traffic Engineering 4 14.29
Kowloon Traffic Engineering 5 17.86
New Traffic Engineering 8 28.57
Territories
Headquarters Traffic Control and 3 10.70
Surveillance









FREQUENCY DISTRIBUTION OF DEMOGRAPHIC
CHARACTERISTICS OF RESPONDENTS
% of Standard
Number Total Mean Deviation




2. Age 3.679 1.219
225 or below 7.1
26- 29 2 7.1
8 28.630- 34
25.0735- 39
9 32.240 or above
2 100.0

























Nurnbei Total Mean Deviation
7. Working Experience 4.464 1.036
1 3.62 years
1 3.62- 4 years
2 7.15- 7 years
4 18- 10 years
20 71.410 years
28
8. Length of Service 2.679 0.945
4 14.32 years
17.952- 4 years
16 57.15- 7 years







RESPONDENTS BY SEX AND RANK
Rank
Sex Sr. Eng. Eng. A. Eng. Row Total °b of Total
Male 7 19 2 28 100.0
Female 0 0 0 0 0.0
Column Total 7 19 2 28
25.0 67.9 7.1o of Total luu.U
TABLE 10
TRAFFIC ENGINEER GRADE
RESPONDENTS BY AGE AND RANK
Rank
Sr.En. En. A.Eng. Row Total% of TotalAge




9 32.203640 or above
287 19 2Column Total




RESPONDENTS BY EDUCATION LEVEL AND RANK
Rank
Education Sr.Eng. Eng. A.Eng. Row Total of Total
Polytechnic 1 2 0 3 10.7
University 10S 17 60. 7
1Master 7 80 28.6
Others 0 00 0 0.0
7 19 2 28Column Total
°k of Total 25.0 67.9 7.1 100.0
TABLE 12
TRAFFIC ENGINEER GRADE
RESPONDENTS BY LENGTH OF SERVICE AND RANK
Rank
Length of
Sr.Eng. Eng. A.Eng. Row Total °b of TotalService
14.34102 years
17.951222- 4 years
16 57.101335- 7 years
2 7.10118- 10 years
3.6100110 years
2827 19Column Total
100.07.125.0 67.9% of Total
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Mean Levels of Satisfaction
For the Transport Officers, Table 13 gives the mean
satisfaction levels for the variables which constituted the
first part of the questionnaire. The first three variables
with the highest rates are listed below:
V15: Interpersonal relation with co-workers
V14: Interpersonal relation with supervisor
V11: Job security
The last three variables with the lowest rates include the
following:
V10: Workload
V16: Organization policy and administration
V21: Working conditions
The mean overall job satisfaction level of the grade is
3.172 which corresponds to Slightly satisfied on the




MEAN SATISFACTION LEVEL FOR EACH VARIABLE
Mean Standard
Variable Level Deviation Order
V1: Autonomy 3.750 0.928 4
V2: Creativity 3.379 0.942 9
V3: Challenge 3.414 0.825 8
V4: Responsibility 3.483 1.098 7
V5: Ability Utilization 2.931 1.132 18
V6: Promotion Opportunity 2.931 0.998 17
V7: Achievement 3.069 0.923 15
V8: Recognition 3.207 0.774 12
3.034 0.865V9: Status 16
2.536 1.261 20V10: Workload
3.793 0.819 3V11: Job Security
3.345 0.974 10V12: Competence of Supervisor
3.214 0.917 11V13: Performance Evaluation
3.793 0.726 2V14: Interpersonal Relation
with Supervisor
14.000 0.598V15: Interpersonal Relation
with Co-workers
212.414 0.946V16: Organization Policy
and Administration
63.483 0.911V17: Communication
3.586 0.682 5V18: Salary
3.172 1.071 14V19: Fringe Benefits
2.586 1.053 19V20: Training Opportunities
2.241 1.057 22V21: Working Conditions
133.172 0.805V22: Overall Job Satisfaction
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For the Traffic Engineers, Table 14 gives the
corresponding information. The first three variables with
the highest rates are listed below:
V15: Interpersonal relation with co-workers
V1: Autonomy
V16: Communication




V16: Organization policy and administration
The overall job satisfaction level of the grade is 3.000





MEAN SATISFACTION LEVEL FOR EACH VARIABLE
Mean Standard
Variable Level Deviation Order
V1: Autonomy 4.036 0.962 2
V2: Creativity 3.630 0.884 7
V3: Challenge 3.750 1.076 4
V4: Responsibility 3.679 1.020 6
V5: Ability Utilization 3.357 1.311 8
V6: Promotion Opportunity 2.143 1.008 20
V7: Achievement 3.143 1.044 9
V3: Recognition 2.750 1.110 16
2.750 1.110 17V9: Status
2.464 1.201 19V10: Workload
3.036 1.401 11V11: Job Security
2.964 1.138 13V12: Competence of Supervisor
2.857 1.268 14V13: Performance Evaluation
3.750 1.110 5V14: Interpersonal Relation
wit'.-i Supervisor
14.037 0.759V15: Interpersonal Relation
with Co-workers
1.714 1.150 21V16: Organization Policy
and Administration
3.750 0.928 3V17: Communication
3.071 1.086 10V13: Salary
2.821 1.090 15V19: Fringe Benefits
182.679 1.090V20: Training Opportunities
2.179 1.124 20V21: Working Conditions
123.000 0.903V22: Overall Job Satisfaction
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A comparison between-the two grades on a variable-by-
variable basis is shown at Table 15.
TABLE 15
COMPARISON OF MEAN SATISFACTION LEVEL
FOR ALL VARIABLES BETWEEN
TRANSPORT OFFICER AND TRAFFIC ENGINEER GRADES
Mean Satisfaction Leve l
Transport Traffic
Variable Officer Grade Engineer grade
V1: Autonomy 3.750( 4) 4.036( 2)
3.379( 9)V2: Creativity 3.630( 7)
3.414( 8)V3: Challenge 3.750( 4)
3.483( 7)V4: Responsibility 3.679( 6)
V5: Ability Utilization 3.357( 8)2.931 (18)
V6: Promotion Opportunity 2.931 (17) 2.143 (20)
3.143( 9)3.069 (15)V7: Achievement
3.207 (12) 2.750 (16)V8: Recognition
3.304 (16) 2.750 (17)V9: Status
2.536 (20) 2.464 (19)V10: Workload
3.793( 3) 3.036 (11)V11: Job Security
3.345 (10) 2.964 (13)V12: Competence of Supervisor
3.214 (11)V13: Performance Evaluation 2.857 (14)
3.793( 2) 3.750( 5)V14: Interpersonal Relation
with Supervisor
4.000( 1) 4.037( 1)V15: Interpersonal Relation
with Co-workers
1.714 (21)2.414 (21)V16: Organization Policy
and Administration
3.483( 6) )./DU l 31V17: Communication
3.536( 5) 3.071 (10)V13: Salary
2.821 (15)3.172 (14)V19: Fringe Benefits
2.679 (18)2.536 (19)V20: Training Opportunities
2.179 (20)2.241 (22)V21: Working Conditions
3.000 (12)3.172 (13)V22: Overall Job Satisfaction
Order
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Correlation between Overall Job
Satisfaction and Other Variables
For the. Transport Officers, Table 16 lists the
Pearson correlation coefficients of the first twenty one
variables used in Part A of the questionnaire with the last
one Overall Job Satisfaction. The first three variables












CORRELATION ANALYSIS BETWEEN OVERALL JOB
ATISrACTION (V22) AND OTHER VARIABLES (V1 TO V21)
Variable R Order
V1: Autonomy 0.381 15
V2: Creativity 0.570 6
V3: Challenge 0.588 5
V4: Responsibility 0.472 10
V5: Ability Utilization: 0.562 7
V6: Promotion Oppcrtunity 0.416 14
V7: Achi evemc.nt 0.7537 2
V8: necc nition 0.4577 11
V9: Status 0.5557 8
V10: ti`Jorkload 0.370 17
V11: Job Security 0.4367 12
V12: Competence of Supervisor 0.377 16
V13: Performance Evaluation 0.242 19
0.369V14: Interpersonal Relation 18
with Supervisor
0.074 21V15: Interpersonal Relation
with Co-workers










For the Traffic Engineers, Table 17 gives the
corresponding information. The first three variables with




The last three variables with the smallest values include
the following:
V8: Recognition





CORRELATION ANALYSIS BETWEEN OVERALL JOB
SATISFACTION (V22) AND OTHER VARIABLES (V1 TO V21)
Variable R Order
V1: Autonomy 0.384 11
V2: Creativity 0.459 8
V3: Challenge 0.267 16
V4: Responsibility 0.362 13
V5: Ability Utilization 0.626 3
V6: Promotion Opportunity 0.000 21
V7: Achievement 0.668 1
VS: Recognition 0.148 19
V9: Status 0.185 18
V10: Workload 0.547 5
0.205V11: Job Security 17
V12: Competence of Supervisor 0.505 6
V13: Performance Evaluation 0.453 9
V14: Interpersonal Relation 0.592 4
with Supervisor
V15: Interpersonal Relation 0.386 10
with Co-workers




0. 3 3 c 15V19: Fringe Benefits





A comparison between the two grades on a variable-by-
variable basis is shown at Table 18.
TABLE 18
COMPARISON OF CORRELATION ANALYSIS BETWEEN
TRANSPORT OFFICER AND TRAFFIC ENGINEER GRADES
(OVERALL JOB SATISFACTION (V22) AND OTHER VAR.(V1 TO V21))
R. Value
Transport Traffic
Variable Officer Grade Engineer Grade
V1: Autonomy 0.381 0.384(15) (11)
V2: Creativity 0.570* ( 6) 0.459 ( 8)
V3: Challenge 0.538* ( 5 0.267 (16)
V4: Resoonsibility 0.472* 0.362(10) (13)
V5: Ability Utilization 0.562* ( 7) 0.626* ( 3)
V6: Promotion Opportunity 0.416 0.000(14) (21)
0.753 ( 2)V7: Achievement 0.668* ( 1)
0.457, 0.148V3: Recognition ('11) (19)
( S) 0.1850.555V9: Status (18)
0.547*V10: T1orkload 0.370 (17) ( 5)
0.436, 0.205Vii: Job Security (12) (17)
0.5050.377 ( 6)V12: Competence of Supervisor (16)
0.453'0.242 ( 9)V13: Performance Evaluation (19)
0.592.0.369V14: Interpersonal Relation (4)(10)
with Supervisor
V15: Interpersonal Relation 0.074 (21) 0.386 (10)
with Co-workers
0.607 *( 4) 0.036 (20)V16: Organization Policy
and Administration
( 9) 0.486* ( 7)0.517V17: Communication
0.3400.200 (20) (14)V13: Salary.
0.3390.420 (13) (15)V19: Fringe Benefits
( 1) 0.640* ( 2)0.762V20: Training Opportunities





Stepwise Multiple Regression Analysis
Stepwise multiple regression analyses (Maximum R2
improvement) were performed to identify the factors
contributing most to the dependent variable Overall Job
Satisfaction of the two grades.
For the Transport Officers, the six major independent






V14: Interpersonal relation with supervisor
These six variables together have accounted for 80.8°b of the
variance in the dependent variable Overall job





STEPWISE MULTIPLF REGRESSION ANALYSIS
(MAXIMUM R IMPROVEMENT)
DEPENDENT VARIABLE- OVERALL JOB SATISFACTION (V22)
INDEPENDENT VARIABLES- ALL OTHER VARIABLES (V1 TO V21)
Step# Independent Variable B F Sic, F R2
0.328 5.903 0.0231. Training Opportunities 0.681
2. Training Opportunities 0.320 6.009 0.023 0.715
Status 0.233 2.626 0.119
3. Training Opportunities 0.233 2.923 0.102 0.748
Status 0.231 2.775 0.111
Uorking Conditions 0.179 2.693 0.116
4. Training Opportunities 0.241 3.424 0.079 0.782
Status 0.257 3.738 0.068
Working Conditions 0.192 3.391 0.081
0.187 3.184 0.090Creativity
0.250 4.821 0.040 0.7965. Training Opportunities
0.246 4.147 0.055Status
0.160 2.374 0.139Working Conditions
0.279 7.004 0.016Creativity
0.127 1.567 0.225Fringe Benefits
0.224 3.783 0.067 0.8086. Training Opportunities
0.193 2.219 0.153Status
0.185 3.054 0.097Working Conditions
0.267 6.472 0.020Creativity
0.163 2.381 0.139Fringe Benefits
0.148 1.253 0.277Interpersonal Relation
with Supervisor
PIN (Probability of F-to-enter)= 0.1 Limits reached.
No further steps performed.
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For the Traffic Engineers, the six major independent
variables identified include the following:






These six variables together have accounted for 78.7°k of the
variance in the dependent variable Overall job





STEPWISE MULTIPLF REGRESSION ANALYSIS
(MAXIMUM R IMPROVEMENT)
DEPENDENT VARIABLE- OVERALL JOB SATISFACTION (V22)
INDEPENDENT VARIABLES- ALL OTHER VARIABLES (Vi TO V21)
Step# Independent Variable B F Sig F
1. Interpersonal Relation 0.499 20.678 0.000 0.463
with Supervisor
2. Interpersonal Relation 0.394 14.599 0.001 0.604
with Supervisor
Training Opportunities 0.315 8.172 0.009
3. Interpersonal Relation 0.372 14.611 0.001 0.668
with Supervisor
Training Opportunities 0.231 4.372 0.048
Workload 0.202 4.250 0.051
0.318 9.640 0.005 0.6964. Interpersonal Relation
with Supervisor
0.190 2.886 0.104Training, Opportunities
0.184 3.605 0.071Workliad
0.175 1.984 0.174Achievement
0.368 14.263 0.001 0.7545. Interpersonal Relation
with Supervisor




0.349 13.943 0.001 0.7875. Interpersonal Relation
with Supervisor




-0.188 2.965 0.101Promotion Opportunity
= 0.1 Limits reached.PIN (Probability of F-to-enter
No further steps performed.
R2
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A comparison between the two grades is given at Table
21.
TABLE 21
COMPARISON OF STEPWISE MULTIPLE REGRESSION ANALYSIS
BETWEEN TRANSPORT OFFICER AND TRAFFIC ENGINEER GRADES
MAJOR FACTORS LEADING TO
OVERALL JOB SATISFACTION
Transport Officer Grade Traffic Engineer Grade
V20: Training Opportunities V14: Interpersonal Relation
V9: Status with Supervisor
V21: Working Conditions V20: Training Opportunities
V10: WorkloadV2: Creativity
V19: Fringe Benefits V7: Achievement
V14: Interpersonal Relation V2: Creativity
with Supervisor V6: Promotion Opportunity
( Maximum R2= 0.787)Maximum : = 0.808)
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Correlation between Overall Job
Satisfaction and Demographic Characteristics
Both correlation and stepwise multiple regression
analyses were performed to examine the relation between
overall Job satisfaction and the demographic characteristics
of the respondents.
For the Transport Officers, Table 22 shows that the
first two demographic variables with the largest correlation
coefficients are the following:
V28: Age
V31: Education level
The last two with the smallest coefficients are listed
below:




CORRELATION ANALYSIS BETWEEN OVERALL JOB






70.041V30: No. of Children
-0.149 2V31: Education Level
50.055V32: Rank
40.092V33: Working Experience
-0.055 6V34: Length of Service
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The three major independent variables identified in





These three variables together have accounted for 21.7°6 of
the variance in the dependent variable Overall job






DEPENDENT VARIABLE- OVERALL JOB SATISFACTION (V22)
INDEPENDENT VARIABLES- ALL DEMOGRAPHIC VAR. (V27 TO V34)
- - - - - - - - - - - - - - - - - - - - - - - - - - - - -
R2B FStep# Independent Variable Sic, F
-0.342 2.397 0.146 0.1561. Rank
-0.453 2.735 0.124 0.1902. Rank
0.177 0.506 0.491Age
-0.416 2.089 0.176 0.2173. Rank
0.269 0.823 0.384Age
-0.382 0.377 0.552Working Experience
PIN (probability of F-to-enter)= 0.1 Limits reached.
No further steps performed.
52
For the Traffic Engineers, Table 24 indicates that
the first two demographic variables with the largest
correlation coefficients are the following:
V28: Age
V33: Working experience
The last two with the smallest coefficients are listed
below:
V29: Marital Status
V34: Length of service
TABLE 24
TRAFFIC ENGINEER GRADE
CORRELATION ANALYSIS BETWEEN OVERALL JOB









0.174 7V34: Length of Service
Correlation coefficient cannot be calculated due to
constant variable.
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The three major independent variables identified in
the stepwise multiple regression analysis include the
following:
V32: Rank
V30: No. of children
V34: Length of service
These three variables together have accounted for 27.0% of
the variance in the dependent variable Overall job




STEPWISE MULTIPL REGRESSION ANALYSIS
(MAXIMUM RL IMPROVEMENT
DEPENDENT VARIABLE- OVERALL JOB SATISFACTION (V22)
TvnrPF.NNDFT VART ABLES- ALL DEOGRAPHIC VAR. (V27 TO V34)
Sib F R2FBStep# Independent Variable
0.488 1.684 0.212 0.0901. Rank
0.571 2.301 0.149 0.1692. Rank
-0.333 1.510 0.237No. of Children
0.746 3.768 0.071 0.2703. Rank
-0.577 3.416 0.084No. of Children
-0.366 2.082 0.170Length of Service
PIN (probability of F-to-enter)= 0.1 Limits reached.
4o further steps performed.
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Comparisons between the two grades are shown at Table
26 and 27.
TABLE 26
COMPARISON OF CORRELATION ANALYSIS BETWEEN
TRANSPORT OFFICER AND TRAFFIC ENGINEER GRADES
(OVERALL JOB SATISFACTION (V22) AND DE!,-10. VAR. (V27 TO V34))
R Value
Transport Traffic
Variable Officer Grade Engineer Grade
V27: Sex -0.004 (8)
V28: Age 0.166 (1) 0.404 (1)
V29: Marital Status 0.146 (3) 0.186 (6)
V30: No. of Children 0.041 (7) -0.222 (5)
V31: Education Level -0.149 (2) 0.335 (4)
V32: Rank 0.055 (5) 0.374 (3)
V33: Working Experience 0.092 (4) 0.396 (2)
V34: Length of Service -0.055 (6) 0.174 (7)




COMPARISON OF STEPWISE MULTIPLE REGRESSION ANALYSIS
BETWEEN TRANSPORT OFFICER AND TRAFFIC ENGINEER GRADES
MAJOR DEMOGRAPHIC VARIABLES
DETERMINI M OVERALL JOB SATISFACTION
Traffic Engineer GradeTransport Officer Grade
V32: RankV32: Rank
V30: No. of ChildrenV28: Age
V34: Length of ServiceV33: Working Experience
Maximun R2=0.217 Maximum R2=0.270
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Correlation between Overall Job
Satisfaction and Job Motivation
Correlation analyses between overall job satisfaction
and job motivation for the two grades were carried out to
determine their degrees of association. In the study, job
motivation is measured by averaging the iob motivation
indice which constituted Part B of the questionnaire. Table
28 and 29 give the results.
.
For the Transport Officers, the correlation




CORRELATION ANALYSIS BETWEEN OVERALL JOB
SATISFACTION (V22) AND JOB MOTIVATION (V35)
R OrderVariable
0.263 1V35: Job Motivation
TABLE 29
TRAFFIC ENGINEER GRADE
CORRELATION ANALYSIS BETWEEN OVERALL JOB





Motivation and Other Variables
For the Transport Officers, Table 30 lists the
correlation coefficients of job motivation with the first
twenty, one variables used in Part A of the questionnaire.













CORRELATION ANALYSIS BETWEEN JOB MOTIVATION
(V35) AND OTHER VARIABLES (V1 TO V21)
Variable R Order
V1: Autonomy 0.219 4
V2: Creativity 0.091 12
V3: Challenge 0.074 13
V4: Responsibility 0.030 18
V5: Ability Utilization 0.117 9






-0.101V11: Job Security 11
-0.144V12: Competence of Supervisor 7
-0.136V13: Performance Evaluation 8
V14: Interpersonal Relation 0.116 10
with Supervisor
0.000 21V15: Interpersonal Relation
with Co-workers




-0.036 16V19: Fringe Benefits
0.199 5V20: Training Opportunities
170.035V21: Working Conditions
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For the Traffic Engineers, Table 31 gives the
corresponding information. The first three variables with
the largest values are listed below:
V14: Interpersonal relation with supervisor
V15: Interpersonal relation with co-workers
V4: Responsibility








CORRELATION ANALYSIS BETWEEN JOB MOTIVATION
(V35) AND OTHER VARIABLES (V1 TO V21)
Variabla R Order
V1: Autonomy 0.331 4
-0.008V2: Creativity 21
-0.045V3: Challenge 15
V4: Responsibility 0.360 3
V5: Ability Utilization 0.290 6
-0.032V6: Promotion Opportunity 17




-0.080 14Vii: Job Security
0.150 9V12: Competence of Supervisor









-0.140 10V19: Fringe Benefits




A comparison between the two grades on a variable-by-
rariable basis is shown at Table 32.
TABLE 32
COMPARISON OF CORRELATION ANALYSIS BETWEEN
TRANSPORT OFFICER AND TRAFFIC ENGINEER GRADES
(JOB MOTIVATION (V35) AND OTHER VARIABLES (V1 TO V21))
R Value
Transport Traffic
variable Officer Grade Engineer Grade
0.219( 4) 0.331( 4)Vi: Autonomy
0.091 (12)V2: Creativity -0.008 (21)
-0.045 (15)0.074 (13)V3: Challenge
0.360( 3)0.030 (18)V4: Responsibility
0.117( 9) 0.290( 6)V5: Ability Utilization
-0.285( 2) -0.032 (17)V6: Promotion Opportunity
0.225( 7)-0.008 (20)V7: Achievement
0.130 (11)-0.028 (19)V8: Recognition
-0.123 (12)-0.052 (14)V9: Status
-0.353( 1) 0.099 (13)V10-: Tlorkload
-0.080 (14)-0.101 (11)V11: Job Security
0.150( 9)-0.144( 7)V12: Competence of Supervisor
-0.136( 8) 0.025 (19)V13: Performance Evaluation
0.517( 1)0.116 (10)V14: Interpersonal Relation
with Supervisor
0.457( 2)0.000 (21)V15: Interpersonal Relation.
with Co-workers
-0.189( 8)0.043 (15)V16: Organization Policy
and Administration
0.331( 5)-0.170( 6)V17: Communication
-0.273( 3) 0.026 (18)V18: Salary
-0.140 (10)-0.036 (16)V19: Fringe Benefits
0.199( 5) -0.016 (20)V20: Training Opportunities





Motivation and Demographic Characteristics
For the Transport Officers, Table 33 lists the
correlation coefficients of job motivation with the various
demographic variables with the largest correlation
coefficients are given below:
V29: Marital status
V30: No. of children






CORRELATION ANALYSIS BETWEEN JOB MOTIVATION




-0.197 1V29: Marital Status
-0.146 2V30: No. of Children
80.012V31: Education Level
30.070V32: Rank
-0.021 7V33: Working Experience
-0.044 6V34: Length of Service
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For the Traffic Engineers, Table 34 gives the
corresponding information. The first two demographic
variables with the largest values are listed below:
V33: Working experience
V31: Education level
The last two variables with the smallest values include the
following:




CORRELATION ANALYSIS BETWEEN JOB MOTIVATION









60.076V34: Length of Service
Correlation coefficient cannot be calculated due to
constant variable.
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A comparison between the two grades on a variable-by-
variable basis is shown at Table 35.
TABLE 35
COMPARISON OF CORRELATION ANALYSIS BETWEEN
TRANSPORT OFFICER AND TRAFFIC ENGINEER GRADES
(JOB 4OTIVATION (V35) AND DEMOGRAPHIC VAR. (V27 TO V34))
R Value
Transport Traffic
Variable Officer Grade Engineer grade
V27: Sex -0.052 (4)
V28: Age -0.050 (5) 0.229 (3)
V29: Marital Status -0.197 (1) 0.025 (7)
V30: No. of Children -0.146 (2) 0.111 (5)
V31: Education Level 0.012 (8) 0.250 (2)
0.070 (3) 0.171 (4)V32: Rank
0.344 (1)V33: Working Experience -0.021 (7)
-0.044 (6) 0.076 (6)V34: Length of Service





Factor analyses were performed to reveal the
underlying pattern of job satisfaction of the two grades.
The results, with factor loadings exceeding 0.5, are listed
at Table 36 and 37 respectively.
For the Transport Officers, seven factors emerged but
the first five have already explained 73.9°b of the total
variance. The major five factors include the following
variables:
Factor 1: Organization Context











Factor 3: Supervisor-Subordinate Interaction
V12: Competenc.e of supervisor
V13: Performance evaluation





Factor 5: Relation with Co-workers






Factor Factor Factor Factor Factor
Variable? 1 2 3 4 5
V16: Organization 0.825
Policy Admin
V7: Achievement 0.707 0.539






















8.159 3.124 2.199 1.485 1.271Variance Explained
37.1 14.2 10.0 6.8 5.8% of Total Variance
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For the Traffic Engineers, five factors emerged and
they together explained 73.9% of the total variance. The
five factors include the following variables:
Factor 1: Supervisor-Subordinate Interaction
V17: Communication
V14: Interpersonal relation with supervisor
V12: Competence of supervisor
V13: Performance evaluation







Factor 3: Organization Context
V16: Organization policy and administration
V6: Promotion opportunity
V13: Performance evaluation













Factor Factor Facto Factor Factor
Variable 1 2 3 4 5
V17: Communication 0.854
V14: Inter. Relation 0.811
with Supervisor
V12: Competence of 0.803
Supervisor
V13: Per. Evaluation 0.737 0.504
V15: Inter. Relation 0.691
with Co-workers















0.581V22: Overall Job Sat.
0.895V19: Fringe Benefits
0.835V18: Salary
8.043 2.905 2.094 1.776 1.437Variance Explained
36.6 13.2 9.5 8.1 6..5% of Total Variance
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A comparison between the two grades is given at Table
IQ
TABLE 38
COMPARISON OF FACTOR ANALYSIS BETWEEN
TRANSPORT OFFICER AND TRAFFIC ENGINEER GRADES
Grade Factors Determining Job Satisfaction
Transport 1. Organization Context











3. Supervisor- Subordinate Interaction
- Competence of Supervisor
- Performance Evaluation




5. Relation with Colleagues




Traf f i c 1. Supervisor- Subordinate Interaction
Engineer - Communication
- Interpersonal Relation with Supervisor
- Competence of Supervisor
- Performance Evaluation








Organization Policy and Administration
Promotion Opportunity
Performance Evaluation









Difference in Overall Job Satisfaction
Levels between the Trans ort
Dfficer and the Traffic Engineer Grades
A two-tailed t-test was performed to investigate
whether there is any significant difference between the
overall job satisfaction levels of the two grades. The
results as shown at Table 39 indicate that there is
insufficient evidence to reject the null hypothesis that the
difference between the two sample means is merely due to
chance. That is to say, Transport Officers are not
particularly satisfied or dissatisfied with their jobs than
are Traffic Engineers and vice versa.
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TABLE 39
T-TEST FOR MEAN OVERALL JOB SATISFACTION LEVELS
BETWEEN TRANSPORT OFFICER AND TRAFFIC ENGINEER GRADES
Pooled Variance Estimate
F 2- Tailed Degreest 2- Tailed
Value Probability VaIue of Freedorr Probability
1.26 0.550 0.76 55 0.449
Note: 1. At a significance level of 0.05 and degrees of
freedom of 23 and 27, the critical value of F
is approximately equal to 1.3. As the observed
value o--F F= 1.26 is less than the critical
value, there is insufficient evidence to reject
the null hypothesis that the standard deviations
of the populations from which the samples are
drawn are equal. T-test can be performed.
2. At a significance level of 0.05 and a degree of
freedom of 55, the critical value of t is
approximately equal to 2.00. As the observed
value of t= 0.76 is less than the critical
value, there is insufficient evidence to reject
the null hypothesis that the difference between
the two sanple means is merely due to chance.
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As a measure of safety, the Mann-Whitney test, which
is a distribution-free test with a power-efficiency of 95%,
was also performed. The results, shown at Table 40, again
lead to the same conclusion.
TABLE 40
MANN- WHITNEY TEST FOR MEAN OVERALL JOB SATISFACTION LEVELS
BETWEEN TRANSPORT OFFICER AND TRAFFIC ENGINEER GRADES
Corrected For Ties
2- Tailed Probabilityz ScoreU Value W Value
3.765 782.5 -0.503 0.615
Note: As the observed significance level= 0.615 is much
larger than the rejection level= 0.05, there is
insufficient evidence to reject the null hypothesis
that the difference between the two sample means is




Mean Levels of Satisfaction
The 5-point Likert scale used in this study was so
designed that respondents could not give a neutral answer
i.e. neither satisfied nor dissatisfied. Nevertheless, to
facilitate our analysis, we can take the mid-point between
Slightly satisfied and Slightly dissatisfied i.e. 2.5 as
a neutral point and compare it with the mean levels of
satisfaction of the various variables.
For the Transport officers, it is found that they are
most satisfied with their working relations with their
colleagues (4.00) and their supervisors (3.79). Also most
of them feel secured in their jobs as the mean satisfaction
level of job security (3.79) ranks third among the twenty
two variables. On the other hand, they are most
dissatisfied with their working conditions (2.24) and the
organization policy and administration of the department
(2.41). Also they are not happy with the present workload
of their office (2.54). The overall job satisfaction ranks
thirteenth at 3.17 among the twenty two variables.
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The high satisfaction levels in interpersonal
relations are believed to be related to the small size of
the rank. As a result, officers are always in close contact
with one another and have therefore developed good human
relationships among themselves. From the in-depth interview
discussions with a few Transport Officers, it is noted that
chatting among colleagues is a commonplace as a way to share
working experience and to seek advice from the peers to
solve duty related issues. The practice has helped to
develop healthy working atmosphere and hence good working
relation.
With the rapid development of new towns in recent
years, the workload of the Transport Department has been
much increased. However, owing to the zero-growth policy of
the Government in the last two years, no new recruits have
been arranged until recently. Consequently, officers in the
grade have been suffering from heavy workload and intense
iob pressure for a long period of time. This is certainly a
root of dissatisfaction. The apathetic attitude of the
management turns out to be the last straw to break the
camel's back. The lack of concern of the department can be
reflected by the fact that there is only one departmental
car, with no air-conditioning facility, for share use by
over 50 officers and engineers in the two regional offices
who are required to perform outdoor duties. The situation
has remained unchanged for a few years despite repeated
complaints and requests for improvement from the users. As
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a result, officers have generally lost confidence in the
management for its poor administration and inability.
For the Traffic Engineers, again it is found that
they are most satisfied with their working relations with
their colleagues (4.04). They are happy with the
communication among the peers (3.75) but unlike the
Transport Officers, they enioy a high degree of autonomy
(4.04). On the other hand, they are most dissatisfied with
the organization policy and administration of the department
(1.71), the promotion opportunity (2.14) and the working
conditions (2.18). similar to their counterparts, the
overall job satisfaction ranks twelfth at 3.00 among the
twenty two variables.
From the in-depth interview discussions with a few
Traffic Engineers, it is noted that as professional
employees, engineers are usually able to employ a high
degree of independence so long as they work according to
their professional ethic. Unlike management matters where
there are many approaches to consider, engineering works are
exact and disciplined. Therefore, there is no need for the
supervisor to give detailed instructions to his subordinate
to discharge his duties.
In the Government, it is a well-known fact that it
usually takes 10 to 20 years for an engineer to be promoted
to a senior position since promotion is largely made on the
basis of seniority. Many engineers have already reached the
maximum salary point of their rank but are still remote from
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being promoted. As a result, there is virtual no material
incentive to motivate once an assistant engineer has
qualified himself as an engineer.
For similar reasons as that of the Transport
Officers, Traffic Engineers are highly dissatisfied with the
organization policy and administration. In fact, owing to
the mismanagement of the department, working relation
between the two grades has once been very bad.
Consequently, morales of both grades have significantly been
lowered and in certain cases efficiency of the department as
a whole has been affected.
Correlation between Overall Job
Satisfaction and the Various Variables
Both correlation and stepwise multiple regression
analyses were used to examine the relation between overall
job satisfaction and the various variables of the
respondents from the two grades.
For the Transport Officers, although they are found
most satisfied with their working relations with co-workers
and supervisors, these factors have the least influence on
the overall iob satisfaction. In fact, what determine their
overall job satisfaction level are training opportunities,
status, and working conditions. The finding is contrary to
1-Herzberg's two- factor theory which alleges that intrinsic
factors i.e. motivators determine job satisfaction. The
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factors this study identified are mostly hygiene factors
which, according to Herzberg, lead to dissatisfaction if
absence. They will not bring satisfaction no matter how
abundant. However, some intrinsic factors e.g. creativity
do contribute to overall job satisfaction. The findings of
this study are to a certain extent in line with previous
researches in testing Herzberg's theoryl. It thus appears
that Herzberg's two-factor theory is oversimplified as the
importance of intrinsic and extrinsic factors and the bi-
directional nature of each factor may vary from one
profession to another.
Of the demographic variables, it is found that rank,
age, and working experience contribute most to the overall
job satisfaction although the variance explained is not
high. They are in general in line with the results of
previous studies in this aspect.
For the Traffic Engineers, again the hygiene factors
determine the level of overall job satisfaction. Multiple
regression analysis reveals that the major factors leading
to overall job satisfaction are interpersonal relation with
supervisor, training opportunities, and workload. Intrinsic
factors such as ability utilization, however, do have high
correlation with overall job satisfaction but no causal link
can be deduced from the correlation coefficients alone.
Herzberg's theory is, again, not totally applicable. In
fact, one of the criticisms of Herzberg's theory concerns
the limitation of its methodology. People usually take
79
credits themselves when things go well but blame on the
extrinsic environment for failure2.
Of the demographic variables, rank, number of
children, and length of service are found to be the major
factors of overall job satisfaction. The results agree with
the theory that the more a person has invested in an
organization, the more he will be satisfied with the status
quo.
According to Locke's theory, job dimensions can be
classified as job events (work, pay, promotion, recognition,
benefits, and working conditions) and work agents
(supervision, co-worker, company and management). Job
events cause the employee to feel satisfied or dissatisfied
and iob agents cause the events to come about. in this
study, we may conclude that both the Transport Officers and
the Traffic Engineers are not quite satisfied with their
lobs both because they are dissatisfied with some of the job
events (e.g. promotion, and working conditions) and job
agents (e.g. company and management).
Overall Job Satisfaction and Job Motivation
The above findings that extrinsic factors contribute
more to job satisfaction contradicts the prevailing concept
of equating job satisfaction with motivation. In most of
the Herzberg type researches, motivators and satisfiers have
been used interchangeably. The argument is that if people
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like their jobs, they will be motivated. This may be true
if job satisfaction is determined by intrinsic factors of
the iob as Herzberg proposed. However, if this assumption
is not valid, satisfaction may not necessarily lead to
motivation.
This study has found that there is little correlation
between overall job satisfaction and job motivation.
Further analyses indicate that about half of the variables
determining overall job satisfaction have negative
correlation with iob motivation. The variables with the
largest coefficients are entirely different from those in
the analyses of overall job satisfaction. For example,
interpersonal relation ranks first in the correlation
analysis of overall job satisfaction for the Transport
Officers but ranks last in the analysis of job motivation!
The situation is also discouraging for the Traffic Engineer
grade. It can therefore be concluded that fob satisfaction
and motivation are two different matters as far as the
survey subjects are concerned.
Underlying Patterns of Job Satisfaction
Factor analysis were performed to reveal the
underlying patterns of Job satisfaction of the Transport
Officer and the Traffic Engineer grades. The results
basically agree with the Four Factor Model developed by
Weitzel in his study. The model, derived from studying nine
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business organizations and 3486 subjects in the United
States, suggests that four factors- personal progress
and development, compensation, supervisor-subordinate
interaction, and organization context- represent a primary
pattern in job satisfaction3.
For the Transport 'Officers, the major five factors
identified include the four factors of Weitzel's Model as
well as the relation with co-workers. Organization context
ranks first and personal progress and development ranks
second. This imolies that extrinsic factors like
organization policy and administration, training
opportunities, and working conditions, etc. determine the
level of job satisfaction of the grade more than the
intrinsic factors such as challenge, creativity, and
autonomy, etc.
For the Traffic Engineers, the five factors
identified again include the four factors of Weitzel's model
and the work itself plus working conditions. Supervisor-
subordinate interaction ranks first and personal progress
and development ranks second. Again this implies that
extrinsic factors like communication, interpersonal relation
with supervisor, and competence of supervisor, etc.
determine the level of Job satisfaction of the grade more
than the intrinsic factors .which are generally regarded as
the most essential elements of professionalism.
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Comparison between the Transport
Dfficer and the Traffic Engineer Grades
Both the t-test and the Mann-Whitney test failed to
identify any difference between the mean overall job
satisfaction levels of the Transport Officers and the
Traffic Engineers. This implies that neither of the two
grades are more satisfied or dissatisfied with the job than
the other. From the proximity of their mean overall job
satisfaction levels, we may conclude that both grades are
equally slightly satisfied with the status quo which are
subiect to improvement.
Limitation of the Study
Questionnaire Design
In order to make the questionnaire short and concise
so that respondents would not be discouraged from completing
it, only twenty two variables were used in measuring the
degrees of satisfaction. Obviously they are not adequate to
explain all the variance in the overall job satisfaction
level. Additional variables can be added to make the
questionnaire more comprehensive but a long questionnaire
may have an adverse effect on the response rate. In
addition, the variables used, are unlikely to be absolutely
independent from one another and this may affect the
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validity of the result particularly in the regression
analysis. However, this is an intrinsic drawback as
variables like autonomy and responsibility, challenge and
creativity, etc. are bound to be overlapping to a certain
extent no matter how we break them down into smaller
elements.
Size of Sample
The size of the two samples are relatively small in
comparison with other studies in the field. And the smaller
the sample size is, the less significant the survey findings
will be. Owing to the limited sizes of the populations, it
is difficult to have big samples because there is no control
in the reaction of the respondents. The response rates in
the study are 52.7% and 40.01respectively. They are, in
fact, relatively high in comparison with similar studies
which usually have 20% to 30% response rates.
Another shortcoming of the study is the failure to
subdivide the survey subjects into local and expatriate
engineers although the number of the latter is small. As
the cultural background and the philosophy of life of the
two groups of engineers are quite different, the combination
of the them into one group may affect the validity of the
conclusion. However, as mentioned in the foregoing
paragraph, the small size of the population does not allow
such a detailed classification with significant statistical
meaning.
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The purpose of the study is to investigate the
significance of the factors contributing to job satisfaction
of the Transport Officers and the Traffic Engineers. The
results indicate that both the Transport Officers and the
Traffic Engineers are only slightly satisfied with their
jobs. And there is no evidence to say that one grade is
more satisfied or dissatisfied than the other.
Transport Officers are found to be most satisfied
with the working relations with their co-workers and
supervisors. However, it is the training opportunities and
working conditions that determine their overall job
satisfaction. Factor analysis also reveals that
organization context is the major factor affecting the
overall job satisfaction of the grade.
For the Traffic Engineers, they are found to be most
satisfied with the working relation with their colleagues
and the degree of autonomy they enjoyed. However, it is the
working relation with their supervisors and the training
86
opportunities that determine their overall job satisfaction.
Factor analysis also reveals that supervisor-subordinate
interaction is the major factor affecting the overall job
satisfaction of the engineers.
Demographic variables like rank, age, and length of
service, etc. do affect the overall job satisfaction of the
respondent but the effect is weak in comparison with other
variables.
The study also reveals that all respondents are
dissatisfied with the organization policy and administration
of the department. Both grades have ranked this variable
last on their lists of mean levels of satisfaction.
Recommendations
As the study reveals, both the Transport Officers and
the Traffic Engineers are not satisfied with their working
conditions as well as the organization policy and
administration of the department. In order to enhance the
morale of the staff, the management should review its
present policies particularly those relating to the
workload, working conditions, training opportunities, and
promotion opportunity of the two grades. Improvement in
these areas are necessary as these factors are found to be
among the major elements of the overall job satisfaction of
the Transport Officers and the Traffic Engineers.
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Communication is also one of the variables that
should be looked into as this element has a major bearing in
the overall iob satisfaction of the two grades. Although
the working relations with supervisor and co-workers within
the respective grade are contenting, the relation between
the two grades is far from satisfactory. This has resulted
in uncooperative attitude in certain cases which is
hazardous to the well-being of the organization. It is
therefore the responsibility of the management to improve
the communication between the two grades for the benefit of
the department. The improvement in communication will
certainly help to enhance the morale of the professional
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Divisions to which Transport Officers are eeployed
Divisions to which Traffic Engineers are dEployed
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QUESTIONNAIPE SURVEY ON JOB SATISFACTIQN
As part of my studies in the Chinese University of
Hong Kong, I am doing a questionnaire survey on the
feelings of employees towards the various aspects of
their works. The purpose of this stud' is to gain in-
formation on the factors leading to job satisfaction of
the Transport Of f icers and the Traffic Enginers work-
ing in our department.
All Senior Transport Officers, Transport Officer
I's, Transport Officer II's, Senior Engineers. En-
gineers,. and Assistant Engineers are cordially invited
to take part in the survey. Data collected are used
for statistical analysis only and therefore any infor-
mation you provided (without giving your name% Vi11 be
kept strictly confidential. Once the research is com-
pleted, the questionnaire you returned wi11 be
destroyed immediately.
Owing to the 1imited Size ofthe popoulation under
study. your response is very important to the success
c the research. I should therefore be most grateful
if you would complete the questionnaire enclosed and
return it to me by using the self-addressed envelop
provided and the inter-office despatch system before
10th January 1900. H summary of the survey resul is
ill be sect to you for information upon the completion
of the study
Finally, I would like to thank you Tor all your
help in this matter.
Yours faithfully,
( Lau Kok Hung)
Transport Officer/ Tai Po
TO/ NT(E) Div.. TD
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SURVEY QUESTIONNAIRE
A Correlation Study on Job Satisfaction
of the Transport Officers and the Traffic
Enqineers working in the Transport
Department of the Hong Kong Government
The purpose of this study is to gain informa-
tion on the factors leading to job satisfaction among
the Transport Officers and the Traffic Engineers work-
ing in the Transport Department of the Hong Kong
Government.
The questionnaire consists of three parts:
Part A is to collect information
on your feelings towards the
various aspects of your job.
Part B is to collect information
on your feelings towards the
job itself.
Part C is to collect information
on your general demographic
characteristics.
All the information contained in this question-
naire will be treated as strictly confidential and will
be destroyed as soon as the study is completed.
Thank you very much for your kind cooperation.
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Part A: Your feelings towards the various aspects of
your job.






1 2 3 4 5
1. The chance to do your work
without much supervision.
i. The amount of challenge in
your job.
. The amount of responsibility
in your job.
4. The chance to try your on way
of doing the job.
5. The chance to do something
that makes use of your profes-
sional knowledge or abilities.
6. The opportunity for advance-
ment on your job.
7. The feeling of accomplishment
you get from your job.
8. The recognition you get from
other people for the job you
do.
9. The social position in the
community that goes with your
jo.b.
10. The amount of workload on your
job.
11. The feeling of security in
your job.
12. The way your immediate super-
visor provides guidance or
makes decisions on matters







1 2 3 4 5
lam. The way your performance on
the Job is evaluated.
14. Your relation with your im-
mediate supervisor.
15. Your relation with your col-
eagues.
16. The management policies and
practices of the department
towards its staff.
17. Communication with your super-
visor and other colleagues.
18. Theamount of pay for the work
you do.
19. The amount of fringe benefits
you enjoy, e.g. free medical
service.
20. The chance to learn or develop
new expertise which is helpful
to professional growth or ad-
vancement.
21, The conditions of the environ-
ment where you work, and the
supply of supportive services
and equipment.








Part B: Your feelings towards your job itself.
Please put a tick() in the appropriate box.
1. On most days of your job. how often does time seem
to drag you. i.e. time seems to qo slowly?
About half the day or more.
About one-third of the day.
About one-quarter of the day.
About one-eiqhth of the day.
Time never seems to drag.
i. Some people are completely involved in their job they
are absorbed in it night and day. For other people,
their job is simply part of their living. How often dc
vnu feel in your job?
Very little involved my other interests are
more absorbing.
Slightly involved.
Moderately involved my job and my other
interests are equally absorbing to me.
Strongly involved.
Very strongly involved my work is the most
absorbing interest in my life.
How often do you do some extra work for your job which
is not required of you?
About once in a month or less.
About once in every two weeks.
About once a week.




4. Would you say that you work harder, less hard, or about
the same as other people doing the same type of work in
the department?
Much less hard than most others.
A little less hard than most other
About the same as most others.
A little harder than most others.
Much harder than most others.
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Part C: Demographic Characteristics
Please put a tick() in the appropriate box.
1. Sex Male Female



























More than 10 years





More than 10 years
END OF QUESTIONNAIRE. THANK YOU
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APPENDIX III
SPSS/PC COMMAND PROGRAMME FOR THE STUDY
TITLE ''CORRELATION STUDY ON JOB SATISFACTION
OF TO'S AND TE'S.
INCLUDE' \USERR\SET.INC'.
INCLUDE' \USE.R\TODEF.INC'.
























2. Filename: TODEF.INC or TEDEF.INC or ALLDEF.INC
Content: DATA LIST='TODATA.DAT' or 'TEDATA.DAT'
or 'ALLDATA.DAT'
/GRADE 1 V1 TO V22 3-24 V23 TO V26
26-29 V27 TO V34 31-38.
MISSING VALUE Vi TO V34 (0).
COMPUTE V25=(V23+V24+V25+V26)/4.




Content: SORT CASES BY V23(D) V27(A).
LIST /FORMAT=NUMBERED.
5. Filename: FREQ.INC
Content: FREQUENCIES VAR=V1 TO V22, V27 TO V34
/STATISTICS=MEAN STDEV.
6. Filename: XTAB. I NTC
Content: CROSSTABS V32 BY V27, V28, V31, V34.
7. Filename: COR.INC
Content: CORRELATION VAR=V22 V1.
. . . . . . . . . . . . . . . . . . . . . . .
CORRELATION VAR=V22 V21.
CORRELATION VAR=V22 V27.
. . . . . . . . . . . . . . . . . . . . . . . .
CORRELATION VAR=V22 V35.
. . . . . . . . . . . . . . . . . . . . . . . .
CORRELATION VAR=V35 V1.
. . . . . . . . . . . . . . . . . . . . . . .
CORRELATION VAR=V35 V21.
CORRELATION VAR=V35 V27.




















Content: NPAR TESTS M-W=V22 BY GRADE(1,2
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